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ABSTRACT

The purpose of this thesis was to conduct a comprehensive analysis of the

role of the Broadened Opportunity for Officer Selection and Training

(BOOST) program in supporting the Navy's minority accession policies. The

methodology used involved reviews of the history and implementation of

the Navy Affirmative Action Plan (NAAP) and the BOOST program's

contribution to increasing the number of Black and Hispanic officers

commissioned through the Naval Reserve Officer Training Corps (NROTC)

program and the United States Naval Academy. The results indicate that the

BOOST program has the potential for improving the quality and quantity of

minority students who enter the Navy's officer commissioning programs.

Much of this potential has already been realized by the Chief of Naval

Education and Training through the recent increase in minorities

commissioned under the NROTC program. The full potential of BOOST has

not yet been realized due to the complexity of developing reliable selection

criteria for the program. Several recommendations for improving BOOST

are offered here.
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I. INTRODUCTION

A. OVERVIEW

The recruitment, selection, and training of competent officers is crucial to

the success of the Navy's personnel management objectives and war-fighting

capability. The task of accessing new officers has grown more complicated

over the last 50 years because of the requirement to attract technically trained

men and women to operate a new generation of highly sophisticated ships,

aircraft and weapons systems. During this same period, from World War II to

the present, the Navy became racially integrated as personnel planners

responded to the increased manpower demands during wartime and

reductions in force size that accompanied the transition to the All-Volunteer

Force. The inclusion of minorities and women in the officer corps will

remain a priority as the Navy continues to decrease in size over the next

several years. Navy requirements are expected to shrink from 541,000

personnel in 1990 to 501,000 in 1995 as Secretary of Defense Dick Cheney's

force reduction plan is implemented. [Ref. I:p. 1] The mechanism to mesh

the objectives of competent leadership and social representation lies in the

hands of policy makers overseeing the Navy's recruiting strategy.

The ideals influencing Blacks, Hispanics, and other minorities to become

officers today may or may not be as lofty as when George Washington

declared

It may be laid down as a primary position, and the basis of our system,
that every Citizen who enjoys the protection of a free Government, owes
not only a proportion of his property, but even his personal services to
the defence of it. [Ref. 2:p. 231



The forces motivating minorities to join the armed forces may even be

more fundamental than patriotism or allegiance. Maybe the desire to serve

one's nation is really the quest for manhood (or womanhood) and

responsibility that the film Glory, one of the most powerful movies ever

made about the American Civil War, so vividly portrayed. [Ref. 3:p. 68] This

triumph of individuality was not only experienced by the slaves who joined

the 54th Massachusetts Infantry Regiment in 1863, but also by 13 young men

who became the Navy's first Black officers in 1944. This pride in

accomplishment was realized again in 1989 when an energetic teenager

became the first Hispanic femalc graduate of the Broadened Opportu. ity for

Officer Selection and Training (BOOST) school to earn an appointment to the

U.S. Naval Academy. [Ref. 4]

B. AREA OF RESEARCH

The Navy's Affirmative Action Pla'% (NAAP) requires that the Navy

attain a minority officer population that proportionately reflects the
percentage of minorities with college degrees in the general population
... provide sufficient accessions to attain and maintain demographic
composition goals ... [and] enhance the image and perception of the
Navy's equal opportunity commitment. [Ref. 5:p. 5]

These are three of the 13 NAAP goals that are most pertinent to this

study. This study explores and documents the relative strengths or

shortcomings of the Navy's oldest minority officer accession feeder program,

BOOST. The analysis focuses on the Navy recruiting policies that affect the

program's contribution to the accession ,nd retention goals of the NAAP.
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1. Discussion

In accordance with the NAAP, the Navy's specific goals are to have a

Naval officer corps that is 11 percent minority with a distribution of six

percent Black, three percent Hispanic, and two percent other minorities. The

current plan t chieve this overall requirement is for each commissioning

source, including the Naval Academy, Naval Reserve Officer Training Corps

(NROTC), and Offir-r Candidate School (OCS), to commission at least seven

percent Black a ,I ,)ur percent Hispanic officers annually.

2. Scope of the Study

This study examines the BOOST program's contribution to the

Navy's minority accession objectives. BOOST and the Naval Academy

Prepaiatory School (NAPS) are the only government-sponsored feeder

programs that can assist the Naval Academy and NROTC in expanding

minority enrollments. BOOST can be viewed as making a positive

contribution to the Navy's accession goals if the students that it prepares can

successfully complete the college commissioning programs that they attend.

The study will only consider BOOST graduates who elect to serve in the Navy

rather than the Marine Corps upon graduation from college.

3. Methodology

The objective of this study will be to provide documentation on the

relative impact of the BOOST program and the policies that define it on the

minority accession goals of the NAAP.

The authors conducted an analysis of previous studies on the work-

force of the future and college admission screening procedures. Additionally,

the authors reviewed secondary source material from the Office of the Chief

3



of Naval Personnel (OPNAV), the Navy Recruiting Command and the Naval

Academy. Discussions with the BOOST program manager in OPNAV were

held to determine possible revisions to the screening process that may evolve

as a result of a decrease in the size of the officer corps. The BOOST program

manager noted that, as personnel requirements decrease, selectivity will

increase, which would tend to drive up the quality of candidates that could be

selected for the NROTC and BOOST programs.

The next section of this study provides a chronology of the

integration of the Navy's officer corps.

C. HISTORY

Recruiting minority officers into the Navy has been a difficult task. To

fully understand this problem, one should understand the background of

minorities in the United States. The authors, Frank Brown and Madelon

Stent, provide a provocative history of Black Americans in their book,

Minorities in U.S. Institutions of Higher Education. As Brown and Stent

write:

The first Black Americans came to the United States on a slave ship a
few years before the Pilgrims arrived at Plymouth in 1620. Since that
time Blacks have been fighting against great odds to achieve a full and
meaningful existence in this country, with equality and freedom. Today,
Blacks are continuing their fight for a bigger share of this country's
resources through its colleges and universities. [Ref. 6:p. 28]

Before 1943, it was widely believed that Blacks could not be integrated

aboard Navy ships unless they were messmen. The book, Integration of the

Armed Forces 1940-1965, provides some of the reasoning at the time.

According to former Secretary of the Navy, Frank Knox, "men lived in such

4



intimacy aboard ship that we simply can't enlist Negroes above the rank of

messmen." [Ref. 7:p. 60]

During the early i940s, the nation as a whole struggled with the

untenable issue of discrimination, and the Navy, like the other services, had

to cope with this Social problem. Unfortunately, the Navy was perceived by

civil rights groups in the Black community, such as the National Association

for the Advancement of Colored People (NAACP), as the worst of all the

services when it came to discrimination. To further illustrate this point of

view, the following is a chronology of several important events in the history

of Blacks in the Navy since the First World War.

1918-Blacks accounted for one percent of Naval forces; they served as
messmen, stewards, or coal passers. The Navy enlisted 10,000
Blacks during World War I. After the Armistice, the Navy began
to recruit large numbers of Philippine nationals to fill messmen
vacancies, and virtually stopped enlisting Black sailors.

1940-The Navy included 4,007 Black personnel, 2.3 percent of its nearly
170,000-man total. All were enlisted men, and with the exception
of six regular-rated seamen ... all were steward's mates, labeled by
the Black press as "seagoing bellhops." [Ref. 7:p. 58]

The position of the Bureau of Navigation was that if Blacks were
given supervisory responsibility, they would be unable to
maintain discipline among White subordinates which would
manifest itself in low morale and a decline in operational
readiness. This chain of logic led the Bureau of Navigation to
conclude that if segregation of the races was impractical, based on
experiments with all-Filipino crews, that exclusion was necessary.
[Ref. 7:p. 591

1941-By the end of 1941, there were 5,026 Black enlisted personnel in
the Navy; 2.4 percent of the force. All of these sailors served in
t'Xe Steward's (Branch) rating. [Ref. 7:p. 58]

There were 500,000 Hispanics serving in the military; 5 percent of
the armed forces. [Ref. 8:p. 1-A-6]

5



1942-In response to requests from civil rights organizations to enlist
more minorities during the early days of World War II, Secretary
Knox directed a special task force to investigate ways in which this
badly needed group of able-bodied men could bolster the force.
The task force's first report attempted to substantiate that the
reasons for the exclusion of Blacks were not discriminatory, but "a
means of promoting efficiency, dependability, and flexibility of the
Navy as a whole." [Ref. 7:p. 791

1943-The Naval establishment had no Black officers. Hundreds of
highly talented Blacks (such as college-educated accountants and
teachers) were drafted to serve in the enlisted ranks as a matter of
policy rather than qualification. By the fall of 1943, civil rights
organizations called on federal officials to address the absence of
Black officers despite the Navy's acknowledgment that the
presence of Black leaders would improve discipline and provide
leadership for 100,000 enlisted Blacks now serving throughout the
fleet. [Ref. 7:p. 79]

1944-Twelve young Black men entered the U.S. Naval Reserve as line
officers and a thirteenth was commissioned a warrant officer. The
"Golden Thirteen," as they were later called, served as instructors
at the Hampton, Virginia, and Great Lakes enlisted training
Schools and aboard harbor craft. [Ref. 7 :p. 82]

President Roosevelt approved the admittance of Blacks to the
Women Accepted for Volunteer Emergency Service (WAVES)
component of the Navy, following charges by Thomas E. Dewey in
a 1944 presidential campaign speech that the White House was
discriminating against Black women. On 12 December 1944
Ensigns Pickens and Willis became the first two Black officers in
the WAVES. [Ref. 7:p. 87]

The Bureau of Naval Personnel assigned 53 Black rated seamen
and 14 White officers and noncommissioned officers to a patrol
craft, the Subchaser 1264. The experiment demonstrated that the
Navy possessed a reservoir of able Black seamen who were not
being efficiently employed, and that integration worked on board
ship. The USS Mason, a newly commissioned destroyer escort,
and four other patrol craft also participated in similar experiments
with all Black crews. [Ref. 7:p. 77]
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1946-The Bureau of Naval Personnel began assigning Black officers to
sea duty on integrated ships. [Ref. 7:p. 861

1948--Executive Order 9981 by President Harry S Truman declared "there
shall be equality of treatment and opportunity for all persons in
the armed services without regard to race, color, religion, or
national origin." [Ref. 9:p. 26]

1949-Wesley A. Brown became the first Black graduate of the U.S.
Naval Academy.

1960-Critics accused the Vietnam-era Selective Service System of
sending the best and brightest young Blacks to fight, leaving a
leadership "vacuum" in the Black community. The political
problem of a disproportionate number of young Blacks serving
and being killed in combat caused notable spokesmen to comment
on the situation, including Dr. Martin Luther King, Jr. [Ref. 9:p. 35]

1969-The BOOST program was founded. Its mission was to increase the
number of minorities enrolled in NROTC and the Naval
Academy.

1971-Samuel Gravely became the Navy's first Black admiral. [Ref. 7:p.
801

1976-The Navy was comprised of eight percent Black enlisted
personnel and 1.6 percent Black officers. [Ref. 10:p. 340]

1979-The proportion of Black officers had increased nine-fold since
1964, but was still less than 3 percent. [Ref. 8:p. 3411

1990-The Navy was comprised of 3.8 percent Black and 2.3 percent

Hispanic officers.

The current problems in minority officer recruiting may have evolved as

a result of the Navy's slow movement to fully integrate the force during

World War II, as well as new economic and social conditions which led some

researchers to develop the hypothesis of a crossover generation. The

hypothesis about a crossover generation states that many Black college

graduates lack interest in the military because of their suspicions of Whites

7



and beliefs that they will face even more discri-nination in the armed forces

than in the civilian community in their struggle for advancement. [Ref. 9:p.

611 Currently, the Navy is failing to recruit the number of Black and Hispanic

officers that has been requested by the Chief of Naval Operations (CNO). The

following section of this study discusses Navy policies designed to improve

minority accessions.

D. BACKGROUND

1. Affirmative Action Policies

Since 1944 when the first Black Naval officers were commissioned,

the growth in the participation of Hispanics, Asians and members of many

other racial minority groups in the officer corps has been a major policy

concern of Navy manpower planners. This analysis traces the development

of minority officer accession initiatives, beginning with the major policy

decisions contained in the NAAP and recommendations of various study

groups. The historical discussion then looks at the BOOST program and

examines its contribution toward increasing minority participation in the

Navy's college scholarship programs.

As President Nixon's highly publicized commission on the All-

Volunteer Force was forming in 1969, and dozens of research projects

investigating methods to improve the quality and quantity of personnel

serving in the armed forces were underway, one real-life experiment was

starting its first year of operation. The BOOST program, which was collocated

with NAPS in Bainbridge, Maryland, was in the process of training the first

class of eight minority midshipmen-candidates who would receive NROTC

scholarships and ultimately enter the officer corps. It is interesting to note

8



that the BOOST program was already attempting to solve the problem of

increasing the number of minority officers in the Navy when Morris

Janowitz commented that, "Paradoxically, in the 1960s, as opportunities for

Black officers in the service increased, it became more difficult to recruit

them." [Ref. 11:p. 22] To appreciate the efforts made by the Navy to resolve

this recruiting dilemma, a discussion of the manpower policies in effect

during the early 1970s is presented below.

In 1972, Secretary of the Navy Chaffe issued an all-Navy message on

race relations and equal opportunity. However, it was not until 1976 when

the NAAP was developed, that a specific policy committed the Navy to

attaining an officer corps that would reflect the percentage of minorities with

college degrees in the general population. [Ref. 8:p. 1-8, 3-3]

Later, in 1979, the CNO chartered the Minority Officer Accession

Study and set the goals of six percent Black, three percent Hispanic, and two

percent other minorities for a total of 11 percent minority officer end-

strength. [Ref. 8:p. 3-3] Since that time, the 1981 Minority Officer Accession

Study and the 1984 Minority Officer Accession Task Force study have

analyzed the contributions of the NROTC program, the Naval Academy, and

OCS towards the achievement of those target figures. Both of the studies

reconfirmed the 11 percent minority goal set in 1979.

The limited size of the eligible, minority recruiting population

contributed to the Navy's difficulty in attaining the minority commissioning

goals. For example, the number of Black male college graduates declined

from 25,000 in 1977 to 23,000 in 1985. [Ref. 8:p. 3-5] As a result, the Minority

Officer Accessions Task Force goals could not be achieved.

9



To increase the momentum in minority recruiting, the Chief of

Naval Personnel directed each commissioning source to admit enough

minority students to commission seven percent Black and four percent

Hispanic officers annually. The Chief of Naval Personnel also directed his

staff to conduct a major study of policies relating to minority accessions. The

Minority Officer Accession Study Group reported its findings in 1989 and

stated that the commissioning goals for the NROTC program and the Naval

Academy were valid and achievable. The report predicts that the Black goal

will be attained by the year 2000 and the Hispanic goal by the year 1999. [Ref.

8:p. 3-301 The BOOST program was cited in the report as "an excellent means

to adequately prepare selected minorities for NROTC scholarships and Naval

Academy appointments." [Ref. 8:p. 3-291

E. SUMMARY OF RESEARCH LITERATURE

1. Minority College Enrollment and the All-Volunteer Force

There are several factors contributing to the Navy's difficulty in

meeting minority commissioning goals. The primary factor is the decline in

Black male college enrollments. Another important factor is the increased

competition with the civilian community for a small pool of talented

minority students that all of the armed forces must draw from to help man

the All-Volunteer Force.

The American Council on Education reports that there has been a

sharp reduction in the percentage of low-income Black high school graduates

attending college, falling from 40 percent in 1976 to 30 percent in 1988. An

even more distressing finding is the decline in the number of middle-income

Black men on campus from 53 percent to 28 percent during this same 12-year

10



period. [Ref. 12:p. 751 The spiraling cost of tuition and the reduction in the

number of federal grants have put college out of the price range of most

middle-income families. Although minority test scores have improved in

recent years, a second obstacle in the form of tighter admissions standards is

preventing many students from attending the college of their choice. [Ref.

12:p. 697]

If we take one step backwards and consider the high school dropout

problem among minority youths, it will provide an additional reason for the

shrinking college population. While 13.6 percent of Whites between 18 and

21 years of age drop out of high school, the rate for Blacks is 17.5 percent and

an alarming 29.3 percent for Hispanics. [Ref. 14:p. 2]

Looking ahead to how minority college graduates may fare in the

officer corps based on their academic major is another area of concern to

manpower planners. The Navy is very interested in recruiting college

-tudents who possess a technical academic background that will allow them

to successfully complete basic warfare training in the aviation, surface, and

submarine career paths. Recent education statistics show that only 0.7 percent

and 0.4 percent of all technical degrees are awarded to Blacks and Hispanics,

respectively. [Ref. 8:p. 3-5]

2. Social Representation

A discussion of the Navy's vigorous competition with the civilian

business and academic community for top quality minorities should begin

with some reasons why the armed services as a whole are interested in an

officer corps with a broad social representation. Morris Janowitz, who

conducted extensive research on the All-Volunteer Force, stated that

11



Race relations in the armed forces is not only a matter of numbers, but
also a reflection of the larger civilian society. Yet the military is expected
to operate at higher standards of social justice and due process than
civilian society because it is a federal institution and one charged with
such grave responsibilities. The military cannot be expected to solve the
problems of civilian society, yet it is expected to solve its own problems
without reference to the defects of civilian life. [Ref. 11:p. 241

In Representation and Race in America's Volunteer Military, Mark

Eitelberg describes how representation theory was applied to the Federal

bureaucracy in the 1940s and later to the military in the 1960s. He states that

The issue of representation currently manifests itself in many ways,
including numerical hiring and placement policies in education and
employment (such as affirmative action); in balanced political party
tickets; in public concern over ethnic, racial, and female appointments to
public office; in the minority and women's rights movements; and in
symbolic portrayals of the American people covering everything from
war memorials to postage stamps. [Ref. 15:pp. 8-91

He also notes that:

The driving force behind minority representation in the officer corps has
more to do with achieving social equity and fairness in the managerial
and administrative levels of the Navy organization. It is consequently
an "equal opportunity" issue, where we assume that opportunities are
fairly distributed when the organization represents society. [Ref. 15:p. 101

A final comment on the armed forces' need to develop an officer

corps representative of the society it serves is provided by Colonel Amilcar

Vazquez, U.S. Marine Corps. As one of the first Hispanic graduates of the

U.S. Naval Academy, Class of 1961, and a former assistant to the Deputy

Assistant Secretary of the Navy for Equal Opportunity, Colonel Vazquez has

firsthand knowledge of this issue. He states that

... we should not look at equal opportunity programs [to increase
minority officers] as external impositions, social experiments, for
preferential treatment for selected groups. They must be seen as an
integral part of sound personnel management, as a means of ensuring

12



full use of all human resources and as a way of enhancing command

effectiveness. [Ref. 16:p. 48]

Colonel Vazquez's comment on the effective use of human resources

have even more merit when we examine the Navy's head-to-head

competition with the civilian community for talented minorities to fill

vacancies that will occur in the workforce in the not-too-distant future. As

Robert J. Murray points out in his article, "Technology and Manpower: Navy

Perspective," today's force-structure and technology will result in manpower

requirements that call for fewer but more capable people. He feels that this

will complicate our recruiting efforts since we want the same bright young

people that commercial industry is seeking. He states that

In the end it comes down to cost: the cost of recruiting and paying young
people with potential, the cost of training them, the cost of losing
experienced people versus the cost of keeping them, and the opportunity
costs associated with higher personnel costs--fewer new ships and
aircraft, fewer new weapons, and lower readiness rate. [Ref. 17:p. 1471

Sociologist Charles C. Moskos expresses his concern that military

manpower planners are using an economic approach in recruiting and

retaining minority personnel in his essay, "The Marketplace All-Volunteer

Force: A Critique." He remarks that

By attaching a market value to military service, econometricians and the
military manpower establishment have cheapened rather than
enhanced the value many soldiers and many Americans believed
military service had. The ideas of citizenship obligation or social
representativeness are incidental concerns in manning a military force.
[Ref. 18:p. 171

His analysis of the All-Volunteer Force underscores the many

parallels that can be drawn between the new military and civilian enterprises

that address their recruiting and retention policies from a financial
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standpoint. Young professionals are looking for the best return on their

personal investment in today's high cost of education. [Ref. 18:p. 16] This

concept has a great deal of relevance in the context of minority officer

accessions in that it may provide one explanation for the Navy's inability to

achieve its recruiting goals-money. Commercial businesses have more

latitude than the Navy to offer Black and Hispanic engineering graduates

lucrative salaries.

"How to Get Your Share of the $25 Billion Scholarship Bonanza" was

the title of a six-page article in Ebony magazine targeted at Black high school

graduates interested in attending college. [Ref. 19:pp. 58-641 There are two

issues associated with these scholarships that may cause concern for military

recruiters. The first, are stipulations attached to many of the scholarships

which dictate the schools that recipients must attend. The second, are

programs that implicitly tie the scholarship awards to agreements for future

employment with a specific company. In 1989, the United Negro College

Fund granted 1,035 scholarships for a total distribution of $1.8 million dollars.

[Ref. 19:p. 601 These awards were granted to top students who agreed to attend

one of the 41 Historically Black Colleges (HBCs) associated with the United

Negro College Fund. Currently, the NROTC program is only offered at six

HBCs. The result is that many students who may be interested in the Navy

may not make the extra effort to compete for an NROTC scholarship at one of

these six schools when funds are available from another source, such as the

United Negro College Fund.

The second issue of follow-on employment with organizations that

sponsor scholarships is a growing phenomenon in the minority community.
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Although these programs are not as legally binding as the commitment

students make when they accept an appointment to the Naval Academy,

which currently requires six years of obligated service in the military, these

commercial scholarships may adversely affect the Navy's efforts to recruit

technically-trained college graduates. General Motors' Engineering Excellence

Program awards scholarships to sophomores majoring in engineering at

several HBCs. This innovative idea may allow General Motors to corner the

market in minority engineers before military recruiters even get an

opportunity to discuss the merits of attending OCS and becoming a Naval

officer. Similarly, General Electric's Engineering Scholarship Program,

providing up to $4,000 to community college students majoring in business

or engineering, may lure away another group of talented students from the

armed forces. [Ref. 19:p. 64] General Electric's new program is able to reach a

valuable source of potential employees that the Navy has completely ignored

due to the policy constraints of the NROTC program requiring students to

attend a four-year institution.

William B. Johnston summarized many of these issues about

recruiting strategies during the era of the baby bust in his book, Workforce

2000: Work and Workers for the Twenty-First Century. He notes that

For companies that previously hired mostly young White men, the years
ahead will require major changes. Organizations from the military
service to the trucking industry will be forced to look beyond their
traditional sources of personnel. For well-qualified minorities and
women, the opportunities will be unusually great. [Ref. 20:p. 951

For Navy manpower planners tasked with meeting the dual

objectives of recruiting a sufficient number of new officers, and recruiting a

socially representative officer corps, the job will also be unusually great.
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